INTRODUCTION
Whether and how workers have a say on matters concerning their work and working lives represents a key aspect of the study of employment relations (ER). A key body of literature in this regard focuses on the issue of employee voice (Benson, 2000; Boxall & Purcell, 2003; Bryson, 2004; Dundon et al., 2004; Freeman & Medoff, 1984; Gollan, 2003; Wilkinson et al., 2004) . We define employee voice as any type of mechanism, structure or practice, which provides an employee with an opportunity to express an opinion or participate in decision making within their organisation. In addition, we distinguish between direct and indirect forms of employee voice. Here we refer to direct voice as encompassing any mechanisms which provide for direct employee involvement with management in decisions affecting their jobs and immediate work environment, including formally designated teams i , problem solving groups, attitude surveys, suggestion schemes, appraisal systems and meetings between managers and workers. Indirect voice, on the other hand, involves the articulation of worker views and input via some form of collective employee representation such as trade unions or non-union structures of collective representation (e.g. via consultative committees or works councils). In this paper, we examine the range of voice mechanisms (both direct and indirect) deployed in a representative sample of MNCs in Ireland, using data from the first large-scale survey of employment practice in MNCs in Ireland.
While initiatives to extend employee voice in organisational decision making has its roots in early attempts to achieve worker control dating from the industrial revolution, more recent discourse can be traced in large part to Freeman & Medoff's (1984) seminal volume What Do Unions Do? (also see Hirschman, 1971) . Here, the authors posit that providing employees with a voice in the workplace can lead to beneficial outcomes for both the organisation and employees. For employees, it can act as a vehicle to air grievances and communicate with management, whilst for employers it has the potential to improve productivity, efficiency and communication. Though certainly not an issue on which there is a shared consensus, Freeman and Medoff (1984) further argue that trade unions represent the best vehicle for workers to express their voice and essentially equate voice with union presence (cf. Willman et al., 2006) . This has certainly been the tradition in many developed countries where employee voice has traditionally been channelled through union recognition and representation (Pyman et al., 2006) . A notable exception is the US, where employer resistance to unions as purveyors of voice is more intense resulting in firms adopting alternative approaches, such as 'welfare capitalism' (Jacoby, 1997) . However, many of the countries where trade unions were particularly dominant have witnessed a progressive decline in trade union density (cf. Visser, 2006) with the effect that this key vehicle for the expression of employee voice is being significantly eroded.
Concurrently, the growth in non-union ER has served to focus the attention of academics and practitioners on alternative forms of voice. Indeed, a key criticism of the extant literature is that it is excessively "union centred rather than examining a much broader involvement rubric" (Dundon et al., 2005: 308) ; with the consequence that non-union voice is seriously neglected when compared to research on union voice. A plausible explanation for this is offered by Flood and Toner (1997) who argue that research on non-union firms more generally is difficult due to issues such as lack of access or availability of independent data from employees. A rebalance is thus long overdue (cf. Dundon & Gollan, 2007) .
A particular paucity of knowledge exists regarding representative studies of patterns of employee voice in MNCs operating in a particular host environment . A focus on MNCs is merited for two principal reasons. First is the scale of MNC activity. The volume of global MNC activity is substantial, with an estimated 79,000 MNCs with 790,000 foreign affiliates (UNCTAD, 2008a) . Despite the global economic downturn, MNCs remain key drivers of the global economy. In 2007, foreign direct investment (FDI) inflows continued to rise, standing at $1,833 billion, representing a new record, surpassing the previous peak in 2000 (UNCTAD, 2008a) .
Whilst a slow down in the global economy is expected, due in large part to the recent financial and credit crisis, the trend of increased globalisation shows no sign of abating with some of the largest MNCs still planning to increase their international investment expenditures, albeit at a more moderate level (UNCTAD, 2008b) . Further evidence of the scale of MNC activity is provided by the fact that the revenues in many large MNCs significantly exceed the economic worth of most nation states. Of the world's largest 150 economic entities, 76 are corporations (51%) (Butler, 2007) .
Second, the study of ER in MNCs and variation in practice between MNCs in different host locations has a long academic pedigree (cf. Collings, 2008; Gennard & Steuer, 1971) . However, this work has predominantly focused on the impact of ER systems on the location decisions of MNCs or on their approach to trade unions and collective bargaining (cf. Cook, 2003; Ferner & Varul, 2000; Marginson et al., 2007) , rather than employee voice per se. Of particular interest is the extent to which inward investing MNCs act as change agents with regard to management practice in this domain, and more generally on the nature of national business systems of host countries (cf. Ferner & Quintanilla, 2002 Ireland was larger than its combined investment in Brazil, Russia, India, and China (so called BRIC countries) (Hamilton & Quinlan, 2008) . The proportion of employment in foreign-owned companies, as a percentage of total international trade related employment in Ireland, is the highest in the world (UNCTAD, 2007) . A more recent development in the Irish economy has been the surge in outward FDI (Forfás, 2007; UNCTAD, 2006 UNCTAD, , 2007 UNCTAD, , 2008a (Geary, 2007: 98) At workplace level though, the Irish ER system is has traditionally been characterised by the absence of statutory support for employee voice/industrial democracy (e.g.
works councils), (Wallace & Gunnigle, 2007) . Equally, initiatives to extend voluntary partnership arrangements to workplace level have been largely unsuccessful (Roche, 2007) .
Thus organisations are largely free to choose, or not as the case may be, the types of employee voice mechanisms they employ while, as Geary (2007: 98) notes, employee voice in Ireland has largely been seen as "…synonymous with union voice".
However, like ER systems worldwide, the Irish system has evolved (cf. Collings et al., 2008) . This is manifest in two important respects. First, trade union density has fallen by almost half since its high water mark of 62 per cent in 1980. Since then density has fallen consistently with density levels currently around 33 per cent iii (Central Statistics Office, 2008; . Union avoidance has been particularly evident in MNC sector, particularly among those that established new sites in Ireland since the turn of the 1980s (Geary & Roche, 2001; Gunnigle, 1995; Roche, 2001; Turner et al., 2002 In summarising the Irish case, we find that, on the one hand, the traditional vehicle for employee voice is in decline while on the other hand, we have the potential for the emergence of new and innovative voice mechanisms as a result of the I&C Directive.
Thus, an investigation into the range and incidence of employee voice mechanisms is timely.
MODEL TO EXPLORE EMPLOYEE VOICE APPROACHES IN MNCS
As noted in the introduction, we address the topic of employee voice from the perspective that it is multi-faceted in nature. As a result we identify a range of voice mechanisms, which can be empirically studied in a statistical model. The template for our empirical analysis was developed by Tuselmann et al. (2003; 
Influencing factors on MNCs approaches to employee voice
There are a range of different factors that may influence voice practices in organisations and we tested their impact on approaches to employee voice in our sample of MNCs. Below we firstly outline the independent variables used in the models and the rationale for so doing. We also provide a full list of the descriptions and coding schemes for both the dependent and explanatory variables in Table 2 .
Country of origin:
The country in which an MNC originates is believed to influence the way labour is managed in its international subsidiaries (Ferner, 1997 (Geary and Roche, 2001) .
Sector: Marginson and Sisson (1994) argue that the nature of particular business sectors has even more effect on the ER practices of MNCs than home or host country effects. For example, it is widely accepted that trade union penetration trends are strongest in traditional manufacturing employment Wallace, 2003 -1981-2007; 1961-1980 and pre-1960. As noted above the Irish ER environment has changed quite substantially, particularly the decline in trade union recognition. This decline away from the traditional voice mechanism suggests that newer MNCs are much less likely to adopt indirect voice structures. (Blanden et al., 2006; Marginson et al., 2003; Roche, 2001; Turner et al., 1994 ). Thus we would expect that larger MNCs will favour more indirect types of voice structures.
INSERT Baruch & Holtom, 2008) . We point to two particular factors which contributed to the high response rate. Firstly face-to-face interviews are associated with higher response rates (Baruch & Holton, 2008) . Secondly, the researchers involved had developed a number of personal contacts within the MNC sector and these were used to gain access into these organisations. Indeed Cycyota and Harrison (2006) note the importance of social networks in achieving high response rates. A critical element in the integrity of the data is its representativeness (Baruch & Holtom, 1998) , and to this end the survey responses are broadly representative of the total population and as a result, re-weighting was not necessary. Table 3 outlines some of the key characteristics of the sample.
INSERT TABLE 3 ABOUT HERE
The data analysis is a combination of descriptive data, reporting the incidence of direct and indirect voice mechanisms and MNCs approaches to employee voice, and regression analysis. In order to explain the approaches to employee voice adopted by
MNCs binary logistical regression analysis was used. This statistical technique is used to predict or explain a binary dependent variable from one or more independent variables. The rationale for choosing this technique was two-fold. Firstly, binary logistical regression analysis is particularly useful when looking to predict the presence or absence of a particular characteristic (Tuselmann et al. 2006) . Secondly, the statistical method used in similar works of this nature (Benson, 2000; Tuselmann et al. 2003; was binary logistical regression analysis and given the similarity in approaches we feel that it is the most appropriate analytical technique. Each of the four different approaches to employee voice was treated as a dependent variable and we accordingly run four separate regressions. For each of the regression analysis the Hosmer and Lemeshow Goodness-of-Fit Test, a robust test for overall fit of a logistic regression model, showed up non-significant, indicating the model adequately fits the data vii . All of the independent variables used in the binary logistical regressions were tested for multicollinearity with no problems reported. Amongst the regression models the lowest tolerance level found was .925 and the largest variance inflation factor (VIF) result was 1.081. Finally, we explored the condition index which again proved to be of little concern, with the maximum condition index being 11.130.
Furthermore, some qualitative quotes were gathered during the interviews and are used to embellish some of the findings where appropriate. Table 4 
FINDINGS

Incidence of indirect and direct voice mechanisms
INSERT TABLE 4 ABOUT HERE
MNCs approaches to employee voice mechanisms
Using our model detailed above we identify a number of different approaches to employee voice adopted by MNCs. As can be seen from table 5, the most common approach to employee voice in MNCs in Ireland is an indirect voice approach (32 per cent of all MNCs). Just over a quarter of all MNCs adopt a dualistic approach, possessing both direct and indirect voice dimensions. Just under a quarter adopt a direct voice approach, while just 18.6 per cent of MNCs adopt the minimalist approach, i.e. possessing neither a direct nor indirect dimension. It is noticeable that that the four approaches are relatively evenly distributed, and we now investigate factors which might explain these patterns of employee voice.
INSERT TABLE 5 ABOUT HERE
Explaining MNCs approaches to employee voice mechanisms
We use binary logistical regression to test for explanatory factors to account for MNC approaches (see table 6 for regression results). We first look at the minimalist approach to employee voice. We find that sector and changes as a result of the I&C He further noted that the rise in non-union voice is a result of a shift towards more direct forms of voice, such as regular meetings, briefing groups and problem solving groups (Bryson, 2004) . In contrast, Brewster et al. (2007) found limited evidence of a shift from collective to individual voice in their study of practice in Britain, Germany and Sweden. We find that the average incidence of so called "weaker voice This move towards more non-union representative structures could be an important development within the Irish ER system, particularly with declining levels of trade union density/recognition and the potential for MNCs to act as innovators in a particular host context (Gennard & Steuer, 1971) . The power and significance of MNCs and their impact on the ER system has been noted above and one could reasonably argue that they are the vanguard in establishing these non-union structures. Dundon and Gollan (2007) posit that non-union voice approaches are likely to become further engrained in organisations, strengthened by management looking to present these as valid and influential alternatives to union voice. Here the Ryanair case is significant whereby this non-union MNC "legitimised" its non-union structure of employee representation through the Courts.
Whilst the indirect approach to employee voice is the most common, the other approaches are worthy of mention. In contrast to Bryson's (2004) (Forfás, 2006; Gunnigle et al, 2007) . This finding is consistent with that of Marginson et al. (2007) where sector was a quite an influential factor in explaining voice structures.
The relationship between employee voice approaches and the I&C Directive is noteworthy. As noted earlier, the Directive allows for direct, indirect and dualistic types of voice. To date much ambiguity has characterised the debate on how the N= 241 (reduced due to missing data in some variables); Levels of significance: * = 10% level, ** = 5% level, *** = 1% level. ª All independent variables are categorical variables. The reference categories are in italics.
